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Introduction

The Gender Equality Plan (GEP) of Vita-Sa-
lute San Raffaele University (hereinafter,
also “UniSR”) is a strategic document de-
livered with the aim of promoting equal op-
portunities and inclusion for everyone who
lives, works and studies at UniSR.

Issued here in its second edition, the Un-
iSR GEP is continually evolving in a pro-
cess launched two years ago, which sets out
to promote and reinforce values of gender
equality within our university community".

Our University recognises the crucial impor-
tance of guaranteeing equal opportunities
to all its members, irrespective of gender.
Over the past two years, UniSR has under-
taken numerous initiatives to lay the foun-
dations for a more inclusive and respectful
working and studying environment. These
efforts, driven by a strong sense of collegi-
ality and collaboration, have involved the
entire university population, demonstrating
that cultural and structural change can only
be achieved through shared commitment.

1 GEP 2022-2024: https://www.unisr.it/attachments/Gender-Equality-Plan-2022-2024-(ENG) /[236e77d1-c12c-4923~

The concept of both “horizontal” and “ver-
tical” diffusion of values of gender equality
and mutual respect throughout the commu-
nity has been central to UniSR’s approach. In
“horizontal” terms, the organisation aims
to listen to and empower all voices with-
in the community (students, academic and
technical-administrative staff), while in
a ‘“vertical” direction it sets out to ensure
that these values are adopted at all levels,
from leadership decisions to daily practices.

In this new GEP, we intend not only to con-
solidate the results achieved with the first
Plan but also to explore new strategies to
address the remaining challenges. Every
planned action is the outcome of a careful
process of reflection and consultation, in-
volving all the University’s stakeholders. Our
vision is to create a university where gender
equality is not merely a goal to be achieved,
but a lived and recognized reality, experi-
enced daily by everyone.

aeea-498644841bel/5deb6053-17df-4a7d-a96a-f275e3d3b014.pdf
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Vita-Salute San Raffaele

University

Vita-Salute San Raffaele University is a pri-
vate University with a campus in Milan. Since
its inception, the University has been char-
acterised by strong integration between bi-
omedical research and socio-psychological
and philosophical research, with the view
that improving the human condition must
include all three of these aspects. With al-
most 7,000 students enrolled, UniSR offers
Bachelor’s (three-year) and Master’s (five-
year) Degree Courses, Postgraduate Schools
and Residencies, Postgraduate Master’s
Programmes and Ph.D. Programmes. UniSR
shares its campus with IRCCS Ospedale San
Raffaele (hereinafter, also “OSR”) forming
an overall structure with more than 100 lab-
oratories and 1,200 researchers.

The synergy between UniSR and OSR has
helped create an internationally recognised
center of excellence. The campus is a mem-
ber of the European University Hospital Alli-
ance (EUHA), which brings together the nine
best university and research hospitals in Eu-
rope. Within Italy, as reported by the Censis
2024 rankings for non-state universities,
UniSR ranks first for Single-Cycle Master’s
Degree Courses, with its programs in Med-
icine and Surgery and Dentistry and Dental
Implantology. It also leads in the humanities
and literacy disciplines, in both bachelor’s
and master’s degree programs.
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The Path To Gender Equality

Vita-Salute San Raffaele University intends
to promote gender equality, foster mutual
respect and eliminate discrimination. These
values are central to the plan for renewing
the organisational culture and are essential
to our educational and scientific mission.

The UniSR Code of Ethics clearly states the
importance of respecting every person’s
dignity by promoting an inclusive work and
study environment free from discrimination.
UniSR is committed to ensuring that every-
one, regardless of gender or other potential
factors of discrimination, is treated fairly
and with respect, while fostering a climate of
collaboration and mutual support?.

2 UniSR Code of Ethics: https://www.unisr.it/attachments/Code-of-Ethics/9a4d2b52-5bb3-4545-b41d-

In its Strategic Plan 2023-2026, UniSR has
reaffirmed its commitment to the wellbe-
ing of people, aware that they are its most
precious resource. In fact, the University
intends to enhance the wellbeing of the Un-
iSR population by creating an environment
in which every individual can express their
potential to the full, by strengthening po-
lices to improve the work-life balance and
promoting respect, equality and inclusion
as fundamental pillars of its organisation-
al culture. The promotion of mental health
and the prevention of bullying and harass-
ment are also priorities. In its Strategic Plan
2023-2026, UniSR has reaffirmed its com-
mitment to the wellbeing of people, aware
that they are its most precious resource3.

Inclusion, non-discrimination and the fight
against abuse are core values for UniSR, and
the University has highlighted them through
policy documents such as the Code of Ethics,
the Strategic Plan and various institutional
regulations. Despite UniSR’s clear stance on
these values, it is undeniable that the Uni-
versity is a diverse community attended by
a plurality of subjects (students, lecturers,
technical-administrative staff, collabora-
tors, potential students, etc.). Each individ-
ual carries with them the influence of the
broader society in which they live, some-
times embodying not only its positive values
but also its prejudices and potential biases.

d0ac94e80dd9/flf9bb2f-65e9-4af3-b712-28c2808af214.pdf

3 UniSR 2023-2026 Strategic Plan: https://www.unisr.it/ attachments/UniSR-Strategic-Plan-Overview-2023-

2026/0a7d16a2-ce8b-4742-8b77-5596bc8d2ad4/a2cee628-7fdf-4c53-bbba-ffla58f08837.pdf

8

Therefore, while defining an organization-
al culture and its core values is essential to
expressing and sharing the governance’s vi-
sion, it’s equally important to recognize that
the cultural transformation across the entire
community is a long-term process.
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It is in this context that UniSR has set the
goal of drafting its Gender Equality Plan: a
Strategic Plan that, through a series of op-
erational actions, lays the foundations for a
cultural change, whose impact can be meas-
ured in a more respectful and inclusive en-
vironment, both with regard to gender dif-
ferences and other factors of discrimination.
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A Glance at the Recent Past

The GEP 2022-2024% was the first Gender
Equality Plan for UniSR and laid the founda-
tions for the present document.

With the definition of the first GEP, the
University chose to sustain a considerable
investment in terms of human resources,
starting with the figure of the Gender Agent,
appointed with the task of implementing
the GEP and monitoring data, enabling the
achievement of objectives and addressing
the critical issues that emerged. The Gender
Agent was constantly assisted and directed
by the GEP Committee, consisting of mem-
bers of the Academy and the Technical-Ad-
ministrative structure. The added value of
this team, beyond sharing information and
collegiality, has been the use of each mem-
ber’s skills and knowledge, permitting effec-
tive management of all the unplanned occur-
rences encountered. Additionally, there has
been a positive synergy with the cultural re-
newal efforts and training on respect and in-
clusion of diversity undertaken by the Equal
Opportunities Supervisory Committee (CUG)
and with the the work of the Inclusion Office.

4 GEP 2022-2024: https://www.unisr.it/attachments/Gender-Equality-Plan-2022-2024-(ENG) /[236e77d1-c12c-4923-

The GEP’s actions have involved various
offices and people, resulting in the estab-
lishment of a true collaborative network.
This network, also through working groups,
sometimes temporary, has made it possible
to respond to various needs, such as data col -
lection, development of guidelines or docu-
ments, implementation of communication
strategies and the inclusion of the gender di-
mension into various academic, teaching and
research activities. This intensive collabora-
tion has facilitated the adoption of the GEP
and its actions throughout the organisation,
helping to raise awareness of gender equal-
ity issues and the prevention of harassment.

Moreover, it should be noted that all the
topics covered by the GEP (including, for ex-
ample, cognitive bias, inclusive leadership,
inclusive recruiting, inclusive language,
combating gender violence, etc.) have been
the subject of refresher courses at various
levels and have been added to the medium-
and long-term planning of teaching activi-
ties.

aeea-498644841bel/5deb6053-17df-4a7d-a96a-f275e3d3b014.pdf

5 The text of the Guidelines is not public: it has been sent to all staff and is available on the intranet.
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As envisaged by the Plan, the University has

also approved:
the Guidelines for Inclusive Language®,
produced on a collegial basis drawing on
expertise already present in our Acade-
my, especially in the Philosophy Faculty.
The writing of this document was a nec-
essary first step (to be followed by oth-
ers) in ensuring the widespread applica-
tion of inclusive, respectful language;
the Regulations for the Protection of Per-
sonal Dignity®, which include the defini-
tion and procedure for addressing gen-
der-based and sexual harassment, along
with the introduction of the role of the
Confidential Counsellor. The implemen-
tation of these regulations aims to be the
starting point of a path toward aware-
ness and prevention of inappropriate
behaviour in the workplace;
the Inclusive and Effective Meeting Guide-
lines?, intended to assist University
staff in the organisation and running
of more inclusive, effective meetings.

Finally, the offer of seminars, workshops and

Gender Equality Plan 2024-2027

conferences on gender issues, which arose
from the GEP planning, was rich, stimulat-
ing and open to anyone and everyone who
wished to participate.

6 Regulations for the Protection of Personal Dignity: https://www.unisr.it/attachments/Regulations-for-the-
protection-of-personal-dignity-DR_8667_2023/9a4d2b52-5bb3-4545-b4ld-d0ac94e80dd9/8a5d064c-2bbl-425f-bc76-
e2e327e40cd2.pdf

7 The text of the Guidelines is not public: it has been sent to all staff and is available on the intranet.

[l
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https://www.unisr.it/attachments/Regulations-for-the-protection-of-personal-dignity-DR_8667_2023-/9a4d2b52-5bb3-4545-b41d-d0ac94e80dd9/b5765e11-c37a-4409-a9bb-1370abb63cde.pdf

Gender Equality Plan 2024-2027

The UniSR Statistics

UniSR staff®

Vita-Salute San Raffaele University has ex-
perienced rapid growth in the number of its
employees and collaborators.

Total Staff
100%
80% . .
67% 66%
60% 57%
] o 53% 52%
46% 47% ()28
43%
40% S
33% 34%
25% 26% 25% 27%
20%
0%
2022 2023 2022 2023 2022 2023 2022 2023 2022 2023
Administrative Staff ~ Teaching Staff Researchers Contract Teaching Research
Staff Collaborators
8 Where the academic year is not indicated, the data refer to 31/12 of the reference year.
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The breakdown of the 2023 employee figures
reveals that 66% of Technical-Administra-
tive staff, 26% of teaching staff and 46% of
researchers are of female gender.

65%

55%

45%

35%

2022 2023

Reseaech Fellows

Technical-Administrative Staff°

While the percentage of female employees
in the year 2023 is 66%, career progression
in the Technical-Administrative staff shows
substantial gender parity in the top levels.

Technical - Administrative Staff

100%

80%

Senior and Middle
Management

1st level

Gender Equality Plan 2024-2027

More generally, although there is still an
imbalance at some levels, tending to favour
the female gender, this is not in direct cor-
relation with the contractual level of the em-
ployees.

2nd level 3rd level 4th level

9 Where the academic year is not indicated, the data refer to 31/12 of the reference year.
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2023 (HC=30)

100%

81% 81%
78% 77%
69%
64% 63%
61%
60%
53%
50% 50%
47%
39%
40% 36% 37%
31%
22% 23%
19% 19%
20%
0% 0% 0%
0%

2022(HC=30) 2023 (HC=34) 2022(HC=32) 2023 (HC=31) 2022(HC=45) 2023 (HC=59) 2022(HC=74) 2023 (HC=93) 2022(HC=22)

2022(HCc=2) 2023 (HC=0)

5th level
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Moreover, the analysis of some of the main
work-life balance measures for Techni-
cal-Administrative staff during 2023 shows
a higher utilization by female employees.
Specifically, although the percentage of staff
choosing to work remotely is very high for
both genders, women (35 days/year on av-
erage) took advantage of a greater number
of days compared to men (23 days/year on
average).

Remote Working
% of beneficiaries among those eligible

100% 93%  94% 88%
) I I I
0%
2022 2023
Italian Law 104/1992:

number of beneficiaries

o

N

2022 2023

95%

Twice as many women (8) as men (4) applied
for leave to care for disabled persons under
Italian Law 104/1992. Almost all staff choos-
ing to work part-time are of female gender
(97%). However, regarding optional paren-
tal leave, male participation stands at nota-
ble 17%, although the number of days taken
remains minimal.

Remote Working:

annual average of days used

36 35
30
21 23
20
0

2022

8 8
| I | I
0 . .
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2023

35

30

25

20

Number of part-time employees
in2023
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Number of employees using
optional parental leave in 2023
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Among the Technical-Administrative staff,
no significant gender pay gaps are observed.
As shown in the tables, the salary difference
is reported in percentage terms for the gen-
der in which it is positive.

2022Pay Gap
Senior and Middle
Gender 1st Level 2nd Level
Management
F 4%
17% 2%
2023 Pay Gap
Senior and Middle
Gender 1st Level 2nd Level
Management
F 1%
15% 4%
16

3 Level

4%

3 Level

3%

41 Level

2%

4 Level

1%

Academic Staff°

The data on Academic Staff reflect the issues
present at the national level and reveal a
gender imbalance, with a significant under-
representation of women in first-tier faculty
positions.

This imbalance, in turn, is inevitably reflect-
ed, at least in part, in top-level roles as well.

Academic Staff

100%

87% 87%

80%

65%

60%

40%

35%

20%

0% I

13%

2022 2023 2022 2023 2022 2023
Full Professors Associate Researchers
Professors
10 If no academic year is specified, the data refer to 31/12 of the calendar year referred to.
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64%

57%
54%

46%
43%

36%

17

53% 52%

47%

AA22[23 AA23[24

Contract Teaching
Staff
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Role (31/12/2023 data) F Collegiate Bodies/Committees (31/12/2023 data) F
Rector 1 - Board of Directors 7 3
Vice Rectors 5 - Academic Senate 8 1
Faculty Deans 2 1 Board of Auditors 5 -
Faculty Vice Deans 2 1 Evaluation Unit 7 2
PhD Programme Coordinators 2 1 Equal Opportunities Supervisory Committee 3 3
Research Centre Directors 7 6 Quality Assurance Committee 1 7
Postgraduate School/Residency Directors 27 7 Supervisory Board 2 1
Degree Program Directors 14 2 Disciplinary Board 4 6

GEP Committee 3 4

University Teaching Committee 8 2

Research Committee 3 3

18 19
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Students When disaggregated by individual degree Students
Undergraduate programs, the data show an overwhelming Bachelor's Degrees
Overall, 68% of students enrolled on under-  female majority, with strong gender imbal-

graduate courses as of 31/12/2023 were of fe-  ances in certain disciplines that are cultur- 0%

male gender. ally associated with the female gender, such 99%
as midwifery, nursing, and psychological 100% 8% -
. ° 79% 80% ° %
sciences. 80% 76%
61% 58%
60% 51% 49%
39% 42%
40% 2
21% 20% 4%
% 17%
20% 17%
ml fE -H B N
0%
Physiotherapy Philosophy Nursing Dental Hygiene Midwifery Biotechnology Political Science  Psychological Total
Students Reasearch in and Global Science and
Medicine Strategies Techniques
Undergraduate Students 2023
Students
Master’s Degrees
% o % 84%
90% 81% 83% 79% 79% 78%
80% %
70%
60% 9
4% 2%
50%
) 19% , 21% . 21% 22%
20% 17% 16%
= ul PR » iR B
0%
Biotechnology Philosophy of the Psychology Cognitive Nursing and Rehabilitation Theory and Total
and Medical Contemporary Psychology Midwifery Science for History of the
Biology World in Health Healthcare Arts and the
Communication Professionals Image
Students
Single-Cycle Master’s Degrees
80%
68%
70% 65% 64%
M . F 60% 55%
50% 45%
o % 36%
40% 35% 39%
30%
20%
10%
0%
Medicine and Surgery International MD Program Dentistry and Dental Total

Implantology

20 2
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Students

Postgraduate

Postgraduate programs, which include Spe-
cialization Schools, First- and Second-Level
Master’s Programs, and PhD courses, simi-
larly to undergraduate and graduate degree
programs, show a higher female participa-
tion rate (57%). However, some gender im-
balances persist, inevitably affecting par-
ticipation in further academic progression
beyond the master’s degree.

Students Students
Postgraduate students 2023 Detail of postgraduate students 2023

100%

84%
79%
80%
64% 66%
60% _52% 54%
48% 46%
40% 36% 34%
21%
20% 16%
0% . .
PhD Programmes Level | Master's Level Il Master’s Healthcare Healthcare Psychology
Programmes Programmes Residency Residency Residency
Programs for Programs for Program
physician non-physician

22 23
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The 2024-2027 Gender

Equality Plan

The GEP 2024-2027 outlines a three-year
Plan consisting of 7 general objectives and
38 specific objectives. It includes elements
of continuity with the previous Plan as well
as innovative aspects. The monitoring of
indicators will take place annually, with a
written report prepared by the Gender Agent.

Details of each individual objective are pro-
vided in the relevant section. However, it is
useful here to underline some features of this
GEP, intended to extend actions and address
some of the challenges encountered during
the implementation of the previous Plan.

In particular, this Plan contains actions ad-
dressed to the academic population, aimed
at increasing awareness of gender issues at
various levels, both in terms of training and
in teaching and research activities.

Another important aspect of this Plan
concerns the communication of the GEP.
Communication should be considered a
cross-cutting component of all the actions
outlined in the Plan, with each action iden-
tifying its specific target audience, whether
internal or external, and the most appro-
priate communication channel. Such a pro-
found cultural change cannot be achieved if
we view ourselves as sealed-off and separate

n CUG (Supervisory Committee for Equal Opportunities, Worker Welfare and Non-Discrimination): https://www.unisr.it/

from the society around us. Raising aware-
ness of gender bias, addressing harassment,
integrating the gender dimension into re-
search projects, gender medicine and inclu-
sive language must be adopted as essential
values by the entire university population,
and also promoted externally. External com-
munication is fundamental for promoting
and spreading these values, reinforcing the
role of the academic environment as a pro-
ducer of culture and contributing to the con-
struction of a fairer and more informed so-
ciety.

For this reason, no specific action related to
communication is included, beyond the pub-
lication of the GEP on the institutional web-
site. Instead, a broad-based approach is en-
visaged, involving stakeholders who already
work with cultural proposals open to a wider
audience, such as in the CUG" and the Inter-
faculty Centre for Gender Studies™.

La comunicazione esterna, infatti, riveste un
ruolo fondamentale per testimoniare e prop-
agare questi valori, dando sostanza all’am-
biente accademico come produttore di cul-
tura e contribuendo alla costruzione di una
societa piu equa e consapevole.

Per questo non é inclusa un’azione specifi-
ca relativa alla comunicazione, al di la della
pubblicazione del GEP sul sito istituzionale,
ma e prevista una presa in carico ad ampio
raggio, che coinvolga anche gli stakeholder
che gia operano con proposte culturali aperte
ad ampio pubblico, quali in CUG" e I'Interfac-
ulty Centre for Gender Studies".

en/ateneo/comitato-unico-garanzia-pari-opportunita

12 Interfaculty Centre for Gender Studies: https://www.unisr.it/en/ricerca/centri/gender
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Objectivel

Increase Awareness on the Issue of Equal Opportunities
in Terms of Gender

The first macro-objective of the new GEP
aims, in continuity with the previous Plan,
to continue raising awareness among the
UniSR community on equal opportuni-
ty issues through training initiatives and
the dissemination of approved guidelines.
This will be accompanied by new actions
that reinforce and extend the work already
done, guaranteeing constant improvement
and consolidation of the ongoing activities.

The following specific actions are planned:

1.

13

confirmation and maintenance of the
role of Gender Agent (GA), specifically
tasked with implementing and monitor-
ing the GEP;

updating the University’s website and
its intranet pages, already established
under the previous Plan®, with useful
information on gender equality and in-
clusion;

introducing a dedicated area on equal
opportunities and inclusion within the
platform used by students and faculty,
to facilitate access to informative mate-
rial (videos and documents);

enhancing training efforts, through the
delivery of distance learning mini-train-
ing sessions on cognitive bias and gen-
der awareness for those who have not
yet participated; by offering a course on
inclusive leadership for all individuals
in coordinating roles (including the ex-
tension of this opportunity to faculty,
researchers and PhD supervisors), and
through dedicated training activities for
the Gender Agent;

5. strengthening the implementation
of the Guidelines for Inclusive Language,
approved in December 2023, through
the development of an e-learning mod-
ule (FAD) to be made available via in-

ternal university channels for the aca-
demic community, and the widespread
adoption of these guidelines by Techni-
cal-Administrative and Academic Sup-
port Offices. This implementation will be
carried out in accordance with the time-
lines and procedures required for any
modifications to forms or documents
within organizational processes, as ap-
proved by the Quality Assurance System.
scheduling of formal meetings between
the Gender Agent and the representa-
tives of the UniSR stakeholder catego-
ries, for the mutual exchange of infor-
mation on implementation of the GEP;

6. planning of a public event with high
symbolic impact to proclaim the Univer-
sity’s commitment to gender equality,
inclusion and the prevention of harass-
ment.

Objective 1Budget
The investment allocated for objective 1 is
€ 214,500.

Specific page on the University's website: https://www.unisr.it/ ateneo/equality-inclusion;
the intranet page is not pubilic.

26

OPERATIONAL ACTIONS

1.1 Creation of the post
of the Gender Agent

1.2 Regular updating of the
intranet page on GE and inclusion

1.3 Regular updating of the
university website on GE and
inclusion

1.4 Communication of the GEP
objectives

1.5 Provision of distance training
on gender bias and harassment

1.6 Production and delivery of
distance learning courses on
Guidelines for Inclusive Language

1.7 Application of inclusive
language to all offices’
documents and communications
(TA staff and faculty secretariats)

1.8 Creation and regular updating
of a specific GE and inclusion area
for students

1.9 Symbolic public event

1.10 Training for Gender Agent

1.11 Provisioning of training on
inclusive leadership and gender
equality

1.12 Scheduling of annual
meetings for exchange of
information between GA and
representatives of the various
categories of UniSR stakeholders
(Degree Course Presidents,
students, etc.)

TARGET

Entire
university
population

Entire
university
and external
population

Entire
university
and external
population

Entire
university
population

Entire
university
population

All staff

Student
population

Everyone who
attends the
campus

GA

TA staff in
roles of
responsibility

Teaching
staff, PhD
supervisors

Academic
staff repre-
sentatives

OWNER

AFD

GA

MC

MC

MC:
registration
for distance
learning

HR, SC, EAS,
PGC, PPD:
delivery

MC:
registration
for distance
learning

HR, SC, EAS,
PGC, PPD:
delivery

GA, OQ,
Faculty
Secretariats

SC

AFD, OM, GLAM

GA

HR

EAS, PPD

EAS, SC, PGC,
PPD

TIMING

2024

From 2024

From 2024

2024

2024

From 2024

2025

From 2025

Identification
of documents
and priorities:
by 06/2025

Update by end
of 2027

From 2024

2025/2026

2024

From 2024

From 2025

From 2025

Gender Equality Plan 2024-2027

OUTCOME INDICATORS

Appointment/renewal for the
entire period of implementation
of the GEP

Regular six-month intranet
page update

Regular six-month intranet
page update

Update of the university website,
internal communication

Percentages and absolute
numbers of university population
who have participated in
distance learning, monitored
annually

Production of distance learning
materials and upload to the
intranet platforms, available to
staff and students

List of offices which have
performed the audit (with
percentages if possible).
Number of forms, documents or
communications updated

Creation of a dedicated space
and biannual updates

Holding of symbolic public event

Attendance at courses,
congresses, etc.

Percentage and absolute number
of staff attending courses every
year

Number of meetings organised
with the various categories

GLAM: General and Legal Affairs Management; AFD: Administration and Finance Department; OM: Operation Management
GA: Gender Agent; MC: Marketing and Communication; 0Q: Organisation and Quality; PGC: Post Graduate Center;
SC: Student Center; EAS: Education and Accreditation Services; PPD: PhD Programmes Department
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(] o
Oblectlve 2 OPERATIONAL ACTIONS TARGET OWNER TIMING OUTCOME INDICATORS
Rebalance the Representation of Men and Women among UniSR Staff 2.1 Specific training for staff staff involved B e o v
involved in recruitment (including  in recruitment  HR From 2024 ﬁ] recruitr?‘uent \F/)vhopcom lete the
those in leadership roles) processes P
course
i}gfszde:irc’r:;:ir;:\(;rrr?d hirings B HR From 2025 Data gathering on an annual
The data analysis shows that in UniSR, the tion in competition commissions, with peRhraiogit 9 (2024 data) basis
technical-administrative staff is predom- the intention of incorporating what is o
inantly female, a common trend in ser- already provided for in the Universi- 2.3 Approval of guidelines/ .

. . . . . . . ; operational procedure for gender Teachi taff GLAM, B d of 2026 Approval of guidelines/
vice-oriented companies. With the aim of ty Regulation®, extending it to those equality in the composition of eaching sta Faculty Deans y end o operational procedure
mitigating this gender imbalance, 2023 saw commissions that are not currently selection procedure committees
the approval of the Guidelines for Inclusive regulated. This is a recommendation by 2.4 Approval of guidelines Teaching staff,

Recruiting'# and the provisioning of dedicat- the CRUI, included in the guidelines for ch)r ns:egg;iroiq;c;gttsé rl: ct"he Eﬁ; ;sicg:n Do fIIESM. EAS, By end of 2026  Approval of guidelines
ed training for those involved in the recruit- drafting the Gender equality report?, po :
K . ) . committees committees)
ment and selection process. and a concrete action that will contribute
: f et il AR . . Percentage increase in the
to rebalancing the gender distribution in 2.5 Increase in the representation  _ Rector By end of 2027  female gender rate amongst Vice

Building on this initiative, objective 2 of the
current GEP includes:

1. the continuation of training for new
staff and/or for managers in charge of
recruiting staff for their area of compe-
tence;

2. the collection of gender-disaggregated
data, with the aid of a specific software,
for all assessment phases, starting from
the applications for each open position,
in order to monitor neutrality across all
aspects of the staff selection process.

With regard to teaching staff, the Italian ac-
ademic world suffers from a serious gender
imbalance. This is clearly reflected by the
data gathered and published by the Italian
National Agency for the Evaluation of Uni-
versities and Research Institutes (ANVUR)®.
In this context, every University must act re-
sponsibly, in the awareness that what we do
today will have an impact in the medium and
long term. With this aim in mind, objective 2
includes:

1. the approval of guidelines (or operating
procedure) for a fair gender composi-

14 In-house document made available to staff involved in recruiting. The document was drawn up with input from

Fondazione Libellula.

15 Focuses of the ANVUR report, Gender Equality 2023: https://www.anvur.it/sites/default/files/2024-12/Focus-

equilibrio-di-genere-2023.pdf

academic positions;

2. the approval of Guidelines for gender
equality in the composition of internal
Committees. In this context, it is impor-
tant to note that many Committees in-
evitably reflect the gender distribution
of full and associate professors, and
that in these cases care must be taken
to avoid the risk of burdening female
lecturers with excessive workloads. The
formulation of the guidelines aims to
ensure a balanced composition across
all committees, so that they equitably
represent the faculty body, including in
terms of gender;

3. the commitment to increasing rep-
resentation of the female gender
amongst Vice Rectors.

Objective 2 budget
The investment allocated for objective 2 is
€11,600.

of women amongst Vice Rectors

Rectors

GLAM: General and Legal Affairs Management; ADF: Administration and Finance Department;
EAS: Education and Accreditation Services

16 Regulations governing the call of full and associate professors implementing Italian Law 240/2010: https://www.unisr.
it/attachments/Regulations-governing-the-call-of-full-and-associate-professors-implementing-italian-law-240-2010-RD-
8765-2024/9a4d2b52-5bb3-4545-b41d-d0ac94e80dd9/ff38e377-a9e0-4baa-9a8e-b9f286f176fa.pdf

17 Comment available at: https://www.crui.it/bilancio-di-genere.html
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Objective 3

Incorporate the Gender Perspective in Research and Teaching

Objective 3 involves broad, deep data gath-
ering, following on from the previous Plan
but also extending its scope to embrace fresh
information for more effective assessment
of the areas of action. This integrated ap-
proach enables us not only to monitor ex-
isting initiatives but also to identify new
opportunities for improvement. In addition,
the objective includes cultural training in-
terventions, aimed at the entire academic
community, with specific modules dedicated
to the teaching faculty, to promote an in-
clusive and aware educational environment.
The planned actions include:

18 Guidelines for Gender Equality Reports in Italian Universities, available at https://www.crui.it/bilancio-di-genere.html

1. the continuation of the monitoring of
gender-related data in research projects
(started in 2023) and in training courses,
seminars, workshops, conferences and
theses (started in 2022);

2. the adoption, in the IRIS platform, of a
specific option enabling the monitoring
of gender-related data in publications,
with the introduction of details related
to gender medicine;

3. the initiation of data collections on the
number of students, graduates and the-
sis supervisors;l’avvio del monitoraggio
dati su autori e autrici delle pubblicazi-
oni;

4. the start of data monitoring on the au-
thors of publications;

5. the planning of training events for lec-
turers and researchers on the introduc-
tion of the gender dimension in teaching
and research projects;

6. the approval of guidelines for the in-
clusive organisation of conferences, in
accordance with the CRUI recommen-
dations®*, with the aim of fostering an
organisational culture that respects all
genders.

Objective 3 budget
The investment allocated for objective 3 is
€ 49,800.
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OPERATIONAL ACTIONS

3.1 start of the data collection on
research projects that include the
gender perspective

3.2 Start of the data collection
on publications that include the
gender perspective

3.3 start of the data collection
on the gender perspective in
academic pathways

3.4 Promotion of the offering of
courses, seminars, workshops,
conferences, publications and
dissertations that include a
gender and inclusion perspective

3.5 Start of a gender-
disaggregated data collection
on the number of students and
graduates and their grades

3.6 Start of a gender-
disaggregated data collection on
the authors of publications

3.7 Start of a gender-
disaggregated data collection on
the dissertation supervisors

3.8 Provision of specific training
for teaching staff and researchers
on the inclusion of gender issues
in research projects

3.9 Provision of optional training
for teaching staff on the gender
perspective in teaching

3.10 Writing of guidelines for the
organisation of congresses

TARGET

Entire
university
population

Teaching
staff and
researchers

Teaching staff

Teaching
staff and
researchers

OWNER

RO, RD

RPO

EAS

EAS, CUG

EAS

RPO

EAS

GA,RD

cuc

GA, EAS, CUG

TIMING

From 2024

From 2024

From 2024

From 2024

From 2024

From 2024

From 2024

From 2025

From 2026

From 2026

Gender Equality Plan 2024-2027

OUTCOME INDICATORS

Data gathering on an annual
basis

Data gathering on an annual
basis

Data gathering on an annual
basis

Annual monitoring of the offering
of courses, seminars, workshops,
publications and dissertations
that include a gender
perspective

Data gathering on an annual
basis

Data gathering on an annual
basis

Data gathering on an annual
basis

Absolute and percentage
figures for teaching staff and
researchers taking part

Absolute number and
percentage of faculty
participants on an annual basis.

Approval of guidelines

CUG: Equal Opportunities Supervisory Committee; GA: Gender Agent; RD: Research Development; RPO: Research Policy

Office; EAS: Education and Accreditation Services; RO: Research Office
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Objective 4

Improve Work-Life Balance And Organisational Culture

Acknowledging the importance of work-life
balance means understanding that effective
management of professional and personal life
is fundamental for individual well-being and
the overall productivity of the organisation®:
the initiatives aimed at improving work-life
balance that will be implemented will pursue
this objective.

Specifically, objective 4 envisages:

1.

19

the regular updating and dissemination
of the work-life balance guide>, issued
in 2023, which summarises in a single
document all available benefits for staff,
including eligibility requirements and
application procedures;

UniSR 2023-2026 Strategic Plan: https://www.unisr.it/attachments/UniSR-Strategic-Plan-Overview-2023-

the improvement of individual wellbe-
ing through dissemination initiatives
across the organizational culture, to be
integrated into the training framework
outlined in the Strategic Plan;

the commitment to conduct a feasibil-
ity study for the definition and provi-
sion of initiatives to support parenthood
(e.g.: company nursery). Such initiatives
would allow employees with children
a better work-life balance by reducing
time management difficulties and pro-
moting a more inclusive and supportive
organisational culture.

Objective 4 budget
The investment allocated for objective 4 is
€ 14,500.

2026/0a7d1602-ce8b-4742-8b77-5596bc8d2ad4/a2cee628-7fdf-4c53-bbba-ffla58f08837.pdf

20

Non-public document, distributed to all staff and available in the Communications section of the HR portal.
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OPERATIONAL ACTIONS TARGET

4.1 Regular update of the Guide
with the benefits provided to
improve the work-life balance of
TA staff

TA staff

4.2 Improving individual wellbeing

through dissemination initiatives

promoting UniSR’s organisational  TA staff
culture, in accordance with the

2023-2026 Strategic Plan

4.3 Launch and validation of
the feasibility study regarding

the definition and delivery of Addressed

measures to support parenthood to staff
(childcare services, as specified in
the 2023-2026 Strategic Plan)

OWNER

HR

HR, CUG

TIMING

Every year

From 2025

By end of 2027

CUG: Equal Opportunities Supervisory Committee; OM: Operational Management
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OUTCOME INDICATORS

Updating and dispatching of the
Guide

Number of events organised on
an annual basis

Documentation on feasibility
study


https://www.unisr.it/attachments/UniSR-Strategic-Plan-Overview-2023-2026/0a7d16a2-ce8b-4742-8b77-5596bc8d2ad4/a2cee628-7fdf-4c53-bbba-ff1a58f08837.pdf
https://www.unisr.it/attachments/UniSR-Strategic-Plan-Overview-2023-2026/0a7d16a2-ce8b-4742-8b77-5596bc8d2ad4/a2cee628-7fdf-4c53-bbba-ff1a58f08837.pdf
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Objective 5

Implement Measures to Address Gender-Based Violence

The fight against gender-based violence is a
value that the University has committed to
by embarking on a clearly defined path. As
of January 2023, a contract has been signed
with an external body to provide consultan-
cy services for drafting a Regulation for the
Prevention of Harassment, training on rele-
vant legislation, and establishing the role of
the Confidential Advisor (an external expert
in harassment and discrimination who sup-
ports the reporting individual while ensuring
anonymity and privacy).

The Regulation, approved in December
2023 by the Academic Senate and the Board
of Directors under the title Regulation for
the Protection of Personal Dignity*, is ad-
dressed to the entire UniSR population and
includes both the definition of harassment
(gender-based and other forms) and the
procedure for safely reporting misconduct,
whether as a victim or a witness. The doc-
ument, available on the University website
and intranet, has been shared with all staff
and will be distributed to all new employees
joining the organisation.

The Regulation aims to prevent the occur-
rence of inappropriate behaviour, particu-

21 Regulations for the Protection of Personal Dignity: https://www.unisr.it/attachments/Regulations-for-the-
protection-of-personal-dignity-DR_8667_2023/9a4d2b52-5bb3-4545-b41d-d0ac94e80dd9/8a5d064c-2bbl-425f-bc76-

larly in that area of behaviour, which is not
always clear, often shaped more by cultur-
al habits than by an actual code of conduct,
where misconduct can occur without being
immediately recognised by those who en-
gage in it.

In this context, Objective 5 was defined,

which aims to:

1. promote and reinforce training sessions,
seminars and distance learning on the
Regulation and the role of the Confi-
dential Counsellor, while also ensuring
broad dissemination and visibility of
the harassment reporting procedure, by
including it in both paper or digital bro-
chures addressed to the university pop-
ulation;

2. renew the appointment of the Confi-
dential Counsellor and, based on the
findings from the annual reports the or-
ganization will submit to the University,
assess and implement additional inter-
vention measures.

Objective 5 budget
The investment allocated for objective 5 is
€56,500.

e2e327e40cd2.pdf
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OPERATIONAL ACTIONS TARGET OWNER TIMING OUTCOME INDICATORS

5.1 Renewal of outsourcing
contract for Confidential - AFD Renewal of contract
Counsellor service

5.2 Dissemination of the Entire HR. EAS, SC Number of people reached by
Regulations for the Protection university p G'C PP'D ! From 2024 communications; visits to the
of Personal Dignity population ! page on the University website
5.3 Provision of optional in- Entire e

- . . . HR, EAS, SC, Number of people participating
Eg:zosgr:g:’t'”g orwebinars about ;gg’jqus,:itzn PGC, PPD,CUG  |'OM 2024 in the events offered
5.4 Production of distance . .
learning materials on the Entire HR, EAS, SC, Absolute and percentage figures
Regulations for the Protection of university PGC. PPD From 2025 for people taking part in the
Personal Dignity population ! distance learning
5.5 Update of student
|nformqt|ong| brochurgs and/or Entire student EAS, SC, PGC, Insertion of the note in booklets
the student intranet with general - From 2025 -

population PPD and online.

information for students on safely
reporting harassment

GLAM: General and Legal Affairs Management; AFD: Administration and Finance Department; PGC: Post Graduate Center;
SC: Student Center; RD: Research Development; RPO: Research Policy Office; EAS: Education and Accreditation Services; RO:
Research Office; PPD: PhD Programmes Department
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Objective 6

Assess the Feasibility and Take Action to Obtain the Gender Equality

Certification (UNI/PDR 125:2022)

The gender equality certification system is
a measure of the National Recovery and Re-
silience Plan (PNRR) under the Department
for Equal Opportunities of the Presidency of
the Council of Ministers, aimed at accompa-
nying and incentivising enterprises to adopt
adequate policies to reduce the gender gap in
all the most critical areas for women’s pro-
fessional growth.

The introduction of a Gender Equality Cer-
tification System forms part of Mission 5
“Inclusion and Cohesion”, Component 1:
labour policies of the PNRR and is intended
to encourage greater inclusion of women in
the labour market as an essential tool for
improving social and territorial cohesion, as
well as a fundamental driver for Italy’s eco-
nomic growth.

Regulated by Law no. 162 of 2021 (“Gribau-
do” law) and Law no. 234 of 2021 (2022
Budget Law), the Gender Equality Certi-
fication System therefore sets out to pro-
vide women with better quality of work, by
encouraging transparency in businesses’
working practices, increasing opportunities
for growth within organisations and rein-
forcing maternity rights.

The certification, which is voluntary and is-
sued upon the company’s request, is granted

by certification bodies accredited by Accre-
dia (under Regulation (EC) 765/2008), oper-
ating in accordance with UNI/PdR 125:2022
standard?:.

The UNI/PdR 125:2022 is a reference prac-
tice published by the Italian Standards Body
(UNI) which provides guidelines for manag-
ing gender equality within organisations.

Under Objective 6, the University is commit-

ted to:

1. perform a detailed analysis of the indi-
cators required for obtaining the certifi-
cation, assessing their feasibility;

2. initiate the process to obtain the gender
equality certification, should the feasi-
bility study yield a positive outcome.

Objective 6 budget
The investment allocated for objective 6 is
€19,000.

22 Source: https://certificazione.pariopportunita.gov.it/public/che-cosa-e

23 Pdf version available on request from the official website: https://store.uni.com/uni-pdr-125-2022
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OPERATIONAL ACTIONS TARGET OWNER

6.1 Draft and validate the

feasibility study for obtaining

the certification, including a - oQ
preliminary assessment of the

indicators

6.2 Submission of the certification Entire

request in case of a positive university OM. 0Q
feasibility study and initiation of and external !
the process. population

OM: Operational Management; OQ: Organisation and Quality
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TIMING

2025

2026
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OUTCOME INDICATORS

Assessment report

Application for the certification


https://certificazione.pariopportunita.gov.it/public/che-cosa-e
https://store.uni.com/uni-pdr-125-2022
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Objective 7

Collection of Data on Wellbeing, Gender Awareness

and Intersectionality Issues

Intersectionality is a concept that describes
the intersection and interdependence of dif-
ferent dimensions of discrimination and so-
cial injustice, such as gender, race, ethnicity,
social class, sexual orientation and others.
Dealing with the issue of intersectionality
in the context of a university implies adopt-
ing an inclusive approach that considers the
complexity and variety of the identities of
the people within its community (teaching
staff, Technical-Administrative staff, free-
lancers and students) and introducing poli-
cies and practices that support diversity and
inclusion in all its forms. Universities can
gather data by means of anonymous sur-
veys, discussion groups and the analysis of
recruitment and promotion practices, en-
suring that all the various aspects of diversi-
ty are monitored.

Intersectionality is a concept that describes
the intersection and interdependence of dif-
ferent dimensions of discrimination and so-
cial injustice, such as gender, race, ethnicity,
social class, sexual orientation and other?,

24 https://eige.europa.eu/publications-resources/publications/gender-equality-academia-and-research-gear-tool-

Therefore, objective 7 of the GEP intends to
support the University’s first step in pro-
moting awareness of the value of an inter-
sectional approach to individual wellbeing.
This will be achieved primarily through
the systematic collection of data acquired
through regular surveys addressed to the
entire university population. The goal is to
identify potential areas where discrimina-
tion occurs and define mitigation actions ac-
cordingly.

Objective 7budget
The investment allocated for objective 7 is
€ 5,000.

step-step-guide
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OPERATIONAL ACTIONS TARGET OWNER

7.1 Administration of a strictly
anonymous, voluntary

. . Entire
Gwerencss of gender. inclusion  UNIVersity  AFD, EAS, SC
g ! population

and discrimination issues from an
intersectionality viewpoint

TIMING

From 2025

Gender Equality Plan 2024-2027

OUTCOME INDICATORS

Administration of a
questionnaire, absolute and
percentage figures for people
who reply to the questionnaire

AFD: Administration and Finance Department; SC: Student Center; EAS: Educational and Accreditation Services
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Conclusions

Vita-Salute San Raffaele University’s 2024-
2027 Gender Equality Plan reflects the or-
ganisation’s commitment to the creation of
an inclusive academic environment, which
shows respect for gender diversity and dis-
crimination. This Plan, in continuity with the
previous one, not only consolidates the re-
sults achieved but also introduces new strat-
egies and actions aimed at overcoming the
critical issues that have emerged.

Among the most important elements of the
new GEP are the importance given to the col-
lection and analysis of gender-disaggregat-
ed data, the continuous training of the entire
university community, with specific mod-
ules for teachers and researchers, and Un-
iSR’s commitment to assess the feasibility
of obtaining the gender equality certification
(UNI/PDR 125:2022), as well as the introduc-
tion of an intersectional approach.

The implementation of all actions now, as
well as in the medium and long term, in-
volves the deployment of significant human
and financial resources.

In conclusion, UniSR’s Gender Equality Plan
2024-2027 represents a crucial step in the
journey towards gender equality and inclu-
sion. Our commitment will continue to be
guided by the conviction that only through
the enhancement of diversity and the pro-
motion of an equitable and respectful envi-
ronment can academic and scientific excel-
lence be achieved.

Overall budget

The overall budget for the 2024-2027
Gender Equality Plan is € 370,900.
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